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Abstract  
The paper showed, for the first time, the influence of the Christian religious belief upon the adjustment to the organizational 
cises a strong 
negative influence upon general hostility (p <. 01) and a very strong positive action upon indirect hostility (p <. 005) and upon 
suspicion (p <. 005). 
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1. Introduction 
the special needs: religious images are collective images that express collective realities. The religious ideas, beliefs, 
and feelings represent an expression of some collective mental ways that preexisted, that lead to a religious 
discipline that is especially moral. By incorporating the suprasymbolic mythological system, the religion is 
reinterpreting it in dialectic logic of good/bad, life/death, yes/no type. Thus, religion becomes the origin of good will 
and generous attitudes, making the human dependent on a power from beyond him. Weber sees religion as a 
possible starting point in the formation of social ethics (capitalism was the result of a religious experience), and 
Durkheim tries to prove that tradition is the factor that links the members of a society, religion being identified with 
the society itself (after B descu I., 2001). 
Organizational culture has been largely phrased by researchers, but they could not get to a concept accepted by 
them all.  No matter the definitions subordinate to the functional approach (that considers cultures as an integrant 
factor of the organization) or to the interpretative one (which considers the existence of the organizational culture in 
its acceptance of mental construction), the culture presents two extreme meanings: a personal meaning and a 
collective one (Moldoveanu, Ioan-Franc, 1997). The elements of an organizational culture can be classified in acts: 
visible: the physical environment, the symbols, the rituals, the ceremonials, the traditions, the histories, the myths 
and the 
Personal constructs join the ways through which a person understands, predicts and controls reality. After 
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the reorganization of the personal constructs system: insecurity, anxiety and hostility.  Hostility may appear when
the person does not change the personal constructs system due to the lack of a strong volunteer involvement, and it
intensity of hostile reactions linked to the restructure of personal conducts system is concerned.
The purpose of this research is the analyze of the way in which the belief of Christian religion influences the 
points of organizational culture, in the context where religiosity as an element of personality, as attitude or as 
conduct has been slightly studied in Romania. The following supposition has been enunciated: if there is a
significant difference between the introversion of Christian marks of the subjects and the marks of the organizational
culture of affiliation, then the subjects will adapt to this by the reorganization of the personal conducts system.
The variable - the differences between introverted Christian marks and the marks of the organizational culture, is
systemized by the number of the differences distinguished by the subjects at the level of proper and organizational
values. The variable- the reconstruction of personal conducts system is indirectly underlined, by the intensity of 
hostility reactions associated with the restructure of personal conducts system.
2. Method
2.1. Participants: 
240 subjects (51.25% men, Mage=32.4 years old) employees of some institutions (Health, Public Administration,
Control and Social Protection), (N=120) and of some Private Business Organizations, from Romania, 22.91%
having management jobs and 77.08% having executive jobs. The subjects belong to the Orthodox cult about
83.33%, to the Catholic cult 9.16% and to the Neo-protestant religion 7.5%.
2.2. Instruments and Procedures
The values list has 82 humanistic, ethical, pragmatic and political values. First, the subject chooses 10 values he 
considers to follow. From these he chooses and marks the ones that are common to the organizational culture of 
affiliation.
The Hostility List Arnold H. Buss and Ann Durkee has 66 statements about which the subjects are invited to
decide whether are true or false. The answers are noted on the 7 columns answering paper, all representing a 
subscale of the general hostility: negativism, resentment, indirect hostility, assault (physical violence), doubt, 
irritability and verbal hostility. Than, we add the scores on the 7 columns and we get a general score the index of 
general hostility.
Data gathering took place from 2007 until 2009, on the grounds of volunteer participation of the subjects. The 
theme of the research has been presented and the subject asked the managers for their acknowledgement in order to
fill in the essays.
3. Results
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Figure 1.  
 
Figure 1 shows that in institutions, as well as in organizations, the most spread values are those of a pragmatic, 
utilitarian (proficiency, efficiency, excellence, team work, individual performance, and organizational performance, 
share of market, profession/professionalism, profit, responsibility, and success) nature. 
 
Table 1. Means, standard deviations and  (N=240) 
 
Variable Mean Standard deviation Differences between individual 
values and organization values 
General Hostility 31.54 3.57 r =-.2426 (p<.01) 
indirect hostility 6.72 0.12 r =.2978 (p<.005) 
suspicion 5.64 4.18 r =.2649 (p<.005) 
Table 1 shows that indirect hostility 
conducts in an evasive way: by malicious gossips, by anecdotes, by bouncing - that allows the person to release his 
experiences of general hostility. The high mean of the dimension  suspicion shows that the subjects are reflecting 
their hostility on the others, manifesting distrust and prudence towards the others. 
4. Discussions and conclusions 
We consider that the high order of pragmatism synthesized in the middle-values presented before has an 
explanation in the orientation of the Romanian society towards its globalism to utility more than towards something 
else. That is way; we can say that in the analyzed social systems it counts the procedural-functional dimension 
against the material-structural dimension; the system functionality has priority before the satisfaction of the persons 
who start it. 
The very low standard deviation shows that the sample/specimen is very uniform. We may consider that the 
indirect hostility manifestations represent elements of the organizational cultures.  
frustration. As formal / official norms ignore or do not contain realistic foresights (of conduct) for that 
externalization, informal communication and the transformation of actions such as bouncing during rituals get to 
replace it. In other words, it is not difficult to directly express contradiction towards colleagues or towards the 
hierarchic superior, but to reestablish the optimal parameters of the working relation. If Romanians are not teach to 
accept that they can make mistakes without harming their elation, in the organizational plan this means that they do 
not know how to give or to receive feedback without harming the relation. 
 intention of 
avoiding sufferance and keeping the psychic integrity. The extrapunitive orientation discourages the appearance of 
(organizational) commitments and so it becomes the effect of team work efficiency: interdependence for 
accomplishment of common objectives. In this conceptual area uncertainty is the consequence of inefficiency in the 
team work.  
We consider that values are forming into a specific way of representation of the specific conduct of other persons, 
and of its effects and it play the role of a filter through which cognitions receive significance, and fill in with 
positive or negative meaning for the person. This value filter fulfills the function of personal construct through 
which a person understands, predicts and controls reality.  
In the organizational space, different value filters offers different significations to organizational events, which 
can be overloaded or let without meanings.  
In the organizational context, the value filter of the employee measures the aspects of the organizational life as 
far as material-structural, cultural and professional activity aspects are concerned. When the value terms of the 
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employee is different from the organizational one it appears a significant disparity as far as understanding, 
prediction and control of the organizational reality. 
Beside these consequences, the disparity (and sometimes the disagreement) of meanings and significations leads 
to an in-adaptation of the conduct. The awareness generates affective experiences such as insecurity, anxiety and 
hostility. This contributes to the reconstruction of the system of personal conducts, to a change in the understanding 
way, in the pr  
When the person does not change the system of personal conducts, but prefers to add other, hostility is being 
preserved as witness to in-adapted and/or differences of appreciation of the organizational reality. In our case, the 
high number of differences between values and the reduced general hostility leads us to the idea that the 
organizational adaptation of employees fulfills through: obedience towards formal authority (reduced negativism), 
tolerance (low resentments), and high self-control (low irritability) and by a reduced verbal exteriorization of 
negative experiences, so not by the restructuring of personality. 
We consider that these subjects do not want or can not stir voluntary for the change of personality for being 
connected to the institution / organization. The employees can be fit or not for any working place.  
We consider that malicious gossips and anecdotes have two different finalities: one of influence, of changing 
opinions and attitudes and another one of psychological support of the interlocutor, a moral help full of piquancy is 
offered and the acceptance and incentive as far as the target of the gossip/anecdote is concerned. 
Because communicational conduct is oriented towards other persons with the purpose of creating prejudices, we 
can consider it a way of aggression of a communicational type.  This has an important socialization force and even 
of sympathy of employees towards a common enemy. This is why; we can say that different organizational values 
beside the personal ones of the employees have a paradoxical effect: instead of splitting, they link the employees, 
blurring the differences between their personal values. 
Different organizational values also have an unwished effect: the sympathy between employees is not on the 
favor of the institution / organization.  
On the other side, informal communicational aggression has the value of a feedback, spread among the 
employees, but intended to the institution/organization represented by the targets of gossips/anecdotes and realized 
with the purpose of getting changes in the institutional/organizational area. If the change that is wished by the 
employees involved in gossips/anecdotes is concordant with their personal values, and not with the 
institution/organizations ones, communicational aggression  may be considered as an answer to 
institutional/organizational frustrations. This is why; we consider that these significant values differences lead to 
frustrations and these to organizational aggression. 
When the person does not want the reorganization of personal constructs, considers that the situations/events/ 
the unmatched and the responsibility of change.  
Improper construction of reality will lead not only to a social mismatch, but also to the conviction that the actions 
of the others can not have as a target the well intended correction of the person, because the person already is ok. 
External leading of hostility is meant to protect the central nucleus of personality, to maintain the psychological 
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